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Mr. David L. McGinnis 

Acting Assistant Secretary of Defense for Reserve Affairs 

 

David L. McGinnis currently serves as the acting Assistant 

Secretary of Defense for Reserve Affairs.  He was sworn in as 

the Principal Deputy Assistant Secretary of Defense for Reserve 

Affairs on April 8, 2009.  

 

In the two years immediately prior to this appointment Mr. 

McGinnis served as the Virginia Veterans Mental Health 

Coordinator and advisor to the Commissioner, Department of 

Mental Health, Mental Retardation and Substances Abuse 

Services. In this capacity he was instrumental in the 

establishment of Virginia‟s Wounded Warrior initiative as well 

as completing the initial assessment of Behavior Health needs 

among the Commonwealth‟s 130,000+ post 9/11 Veterans and 

their families. More recently he was included as the only state 

member of the Federal Partners Priority Working Group. 

 

Since 2000, Mr. McGinnis has also provided an independent voice on Strategy, National Security 

policy, and Homeland Security. Throughout this period he remained a strong advocate for real 

transformation and the vital part that the National Guard and Reserve Forces play in the fundamental 

construct of our Common Defense. In this role he has responded regularly to requests for assistance 

from members of the Congress, non-profit think-tanks and the media. He also consulted occasionally, 

served as a senior associate with the Center for Strategic and International Studies and was an adjunct 

fellow with the American Security Project.  

 

Mr. McGinnis was the senior fellow of the National Guard Association of the United States from 1997 

to 2000. Prior to serving on the Association staff he served as Principal Director to the Deputy Assistant 

Secretary of Defense (Reserve Affairs) (Strategic Plans and Analysis) from 1993 to 1997. In his last 

military department assignment Mr. McGinnis was Director, Force Management for the Army National 

Guard from 1990 to 1993 and for the concluding eight months concurrently performed the duties of 

Deputy Director of the Army National Guard. 

 

Following enlistment in the Regular Army and completion of Officer Candidate School Mr. McGinnis 

completed over 29 continuous years of service in all three components of the United States Army. He is 

a veteran of two tours in the Republic of Vietnam, as a Special Forces Officer and Infantry company 

commander, and had Cold War service in US Army Europe. His later military service gained him wide 

recognition as a force integrator and force manager. 

 

The Combat Infantry Badge, the Navy Meritorious Unit Citation and the Air Force Commendation 

Medal stand out among his many military awards and decorations.  

 

Mr. McGinnis is a Graduate of the Army War College. He resides with his wife Charlotte in 

Williamsburg, Virginia. 
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EXSUM 

Chairman Wilson, Ranking Member Davis, and members of the subcommittee; I thank you for 

holding this hearing, and I welcome the opportunity to give you my perspective on what I perceive to be 

a roadmap to the future of your Reserve Components (RC).   

After a decade of sustained engagement in combat operations, the Reserve Components of our 

Armed Forces have transformed, from a strategic force of last resort to a dependable operational force 

that provides full-spectrum capability to the Nation.  Today there are over 90,000 National Guard and 

Reserve men and women on active duty around the world and at home, serving in missions ranging from 

combat in Afghanistan to defending the air space here in Washington, to humanitarian relief efforts in 

Japan.    

In order to best utilize the nation‟s ten year investment in your Guard and Reserve Forces, they 

must be: 

1. Accessible:  Expansion of 12304 enables future planning for an era of persistent conflict 

where augmenting the AC force in specific missions can occur without an authority gap. 

 

2. Used Judiciously:  The RC are highly capable and possess many of the same capabilities as 

the AC, and have volunteered to serve at an incredible rate.  Many of these individuals have 

the time and desire to serve more than the traditional standard for Guard and Reserve 

personnel; and the Department should find a way to leverage this willingness. In many 

cases, the Guard and Reserve forces should be the first choice for recurring or predictable 

missions within their capability, which will contribute to the sustainability of both the 

Active and Reserve Components.  Putting in use rotational availability models allow for 

continued movement towards the Department objective of 1 year mobilization for 5 years 

dwell time for the RC. 

 

3. Ready:  Our RC forces need to continue to be maintained at the highest level of readiness, to 

include not only service member training and medical readiness, but also family and 

employer readiness.   Our dedicated Guard and Reserve service members receive support in 

a holistic manner, and we have worked, through both the Yellow Ribbon Reintegration 

Program and the Employer Support of Guard & Reserve Programs to give access to 

community, state, and federal level assistance programs to service members and their 

support networks before, during and after deployments.  This includes resilience training. 

 

Programs like these that ensure support during a service member‟s continuum of service 

assists our Reserve Components in attracting the best and brightest to join.  The Services 

have implemented recruiting, retention, and force shaping policies that you have authorized, 

and will achieve end strengths for FY11, which provide the RC with forces necessary to 

meet strategic demands and maintain dwell consistent with policy. 

 

RC readiness also includes being able to work and train in quality facilities, and maintaining 

the current level of equipment that is available for training and preparation.  Current funding 

for reset and maintenance of RC equipment comes out of Supplemental appropriations, but 

as we move away from dependence on these funds, it is important to include funding in base 

budgets to maintain and repair the equipment that is currently accessible to the RC. 
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Chairman Wilson, Ranking Member Davis, and members of the subcommittee; I thank you for 

holding this hearing, and I welcome the opportunity to give you my perspective on what I perceive to be 

a roadmap to the future of your Reserve Components (RC).  The Congressional Armed Services 

Committees have always been very supportive of our National Guard and Reserve Forces.  On behalf of 

those men and women, our Citizen Warriors, their families and employers, I want to thank you for all 

your help in providing for them as they have stepped up to answer the call to duty.  We will do 

everything in our power to merit your continued support. 

After a decade of sustained engagement in combat operations, the Reserve Components of our 

Armed Forces have transformed, from a strategic force of last resort to a dependable operational force 

that provides full-spectrum capability to the Nation.  Repeated combat deployments, as well as 

peacekeeping and humanitarian relief missions, have produced an operationally resilient force that fully 

expects to be utilized on a periodic basis.  This new force represents a ten-year investment in resourcing 

the nation‟s commitments and the personal sacrifice of service members, their families and employers. 

That investment can reliably provide the Department of Defense (DoD) with essential operational 

capabilities and strategic agility in a cost-effective manner well into the future.  Good stewardship 

demands that we continue to capitalize on this investment in order to maintain Guard and Reserve 

readiness, relieve stress on the Active Component, and provide the widest array of force structure 

options in a resource constrained future.   

 

An Indispensable Force: 

Today there are over 90,000 National Guard and Reserve men and women on active duty around 

the world and at home, serving in missions ranging from combat in Afghanistan to defending the air 

space here in Washington.   They serve alongside Regular component personnel, civilians and 

contractors.  They are experienced; many having served multiple tours in combat and are now leading 
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people in combat.  They are skilled; bringing many needed civilian skills to the military such as cyber, 

agriculture, law enforcement, and medical.  We would not have been able to do what we have done over 

the past 10 years without them and I don‟t believe we can do what lies ahead of us without them. 

There are three key fundamentals going forward for the RC.   They must be accessible, they must 

be used judiciously to best advantage, and they must be ready. 

 

Accessibility:  With experienced, ready units and individuals, and the prospect of persistent conflict 

access to the RC in the future will be a key successful employment of the RC in the Total Force. 

Proposed Change to 12304 

Future planning envisions an era of persistent conflict where some type of RC activation 

authority will be required to augment the Active Component (AC) to maximize effectiveness and 

efficiency of the Total Force.  At present, we have sufficient authority to mobilize RC forces for current 

operations.  However, as directed (by the Senate Armed Services Committee report S. Rept. 111-201, 

page 138), we have analyzed our access authorities to support long term utilization of the RC as part of 

the operational force.  We foresee an authority gap when the nation is faced with persistent demands on 

the Total Force but does not have specific named operational missions, a national emergency or war 

situation.  This authority gap exists for some, but not all, of the full spectrum of military missions, 

including training, peacekeeping, and building partnership capacity, that our RC is specifically well 

suited to perform as a complementing part of the Total Force.  Closure of this authority gap will help 

increase dwell for the Active Component while maintaining RC readiness and could be accomplished by 

the following: 

 In response to Congressional request and the request of the Services for “assured access” to the 

RC, we propose expanding the existing authority in title 10 United States Code section 12304, 

commonly referred to as the Presidential Reserve Call-up statute.  Our proposal does not change the 
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requirement for Presidential action to invoke the access authority, nor does it change the number of 

personnel affected or the frequency and duration of active duty.  Our modification enables use of the 

existing statute for the full spectrum of military missions while adhering to the existing policy of no 

more than one year activated out of every six.  The proposal also limits the number of reserve personnel 

who can be involuntarily activated for purposes other than an operational mission or threat or attack by 

terrorists or weapons of mass destruction. Our proposal includes a requirement for the Department to 

identify the manpower and associated costs of known RC utilization in the President‟s budget 

justification materials, providing Congress final oversight on any implementation of the expanded 

authority to access the RC. 

 

Judicious Use:  With increased use comes an equal demand to make sure we use the RC judiciously and 

to best advantage.   Every member of the RC has volunteered since 9/11 with the expectation that they 

will be judiciously used and given meaningful work to do.  DoD and the Services should continue to 

meet this expectation. 

 The Reserve Components are highly capable and possess many of the same capabilities as the 

AC, but we have to be conscious of family and employment obligations.  We believe that missions that 

are predictable can be accomplished on a rotational basis, and missions that are more enduring are best 

suited for the RC.  We are encouraged by the inclusion of the RC in these models and believe it will 

reduce stress on the force overall, AC and RC, preserve readiness gains in the RC, provide a cost 

effective way to maintain Total Force capability, and preserve the all volunteer force. 

 

Volunteerism:  Every day for the past several years over 20,000 Reserve Component service members 

have served on active duty as volunteers.  These individuals have the time and desire to serve more than 

the one weekend per month and two weeks per year that have long been considered standard for Guard 
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and Reserve personnel.  The Department is investigating methods to leverage this willingness to serve in 

order to fulfill the part-time and temporary demands of the Combatant Commands, major command 

headquarters, and the Defense agencies.  One consideration is for DoD to create Reserve Component 

units staffed by personnel willing to volunteer to serve more frequently or for longer periods of time in 

order to support such tasks as Theater Security Cooperation, Building Partner Capacity, Homeland 

Defense, Defense Support to Civil Authorities, and the Services‟ institutional support missions.  

This type of differential service commitment has been used successfully in high OPTEMPO 

units such as aviation for some time, but with the Reserve Component now playing a larger role in many 

ongoing mission areas, expanded utilization of differential service contracts would be useful.  Such 

differentiation within the Reserve Component would provide an additional sourcing option for units, 

teams, and personnel for contingency operations or emergencies. 

 

All Volunteer Total Force Policy  

Dwell 

The RC provides both operational capability and strategic depth in support of the national 

defense strategy.  It is imperative that predictability in the use of RC forces be maximized.  On January 

17, 2007 the Secretary of Defense established planning objectives for involuntary mobilization of Guard 

and Reserve units at 1 year mobilized to 5 years dwell time (1:5).  Today's global demands require a 

number of selected Guard/Reserve units to be remobilized sooner than this standard.  The intention is 

that such exceptions will be temporary, and that we move to the broad application of 1:5 as soon as 

possible.  
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Reduce Stress 

The processes by which roles and missions are assigned to the nation‟s Guard and Reserve forces 

should be characterized by a belief that those forces and individuals can, and in many cases should be, 

the first choice for recurring or predictable missions within their capability.  Such strategic planning will 

provide more efficient and effective utilization of defense assets. 

Assessing Departmental requirements in this fashion will also contribute to the sustainability of 

both the Active and Reserve Components.  Utilizing the Guard and Reserve in this manner, to best 

advantage, increases the capacity of the Total Force and will reduce the burden on all forces by relieving 

active duty forces that would otherwise execute the mission, by increasing their dwell to deployment 

ratio and by sustaining that force for future use. 

Rotational availability models in use today are essential to ensuring that the Guard and Reserve 

are trained and ready when needed.  Using the Reserve Component on a rotational basis maintains their 

readiness and expands their availability and capabilities.  The Services should continue to refine 

rotational availability models to achieve improved predictability for the Total Force in accordance with 

stated Department deployment to dwell objectives. 

 

Realigning and Provisioning the Reserve Component as Part of the Operational Force 

Re-aligning capabilities (High Demand/Low Density Missions)  

 Balancing and aligning capabilities within and between components is an on-going process.  In 

recent years, the Department has realigned over 180,000 positions and has plans to realign roughly 

another 120,000 over the coming years.  The RC has been a full partner in this re-alignment, assuming 

roles in the missions that are currently in demand across the Department.  The RC is well suited for roles 

and missions that are recurring and predictable, and the typically more permanent assignments of RC 

members lend themselves to missions that benefit from establishment of habitual relationships, long-
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term planning and engagement.  This approach also helps reduce stress on the active force while 

preserving readiness and capability within the Total Force.  

The Army, Navy, Marine Corps and Air Force Reserve are currently adding or are planning to 

add capability to high demand, low density areas such as Civil Affairs, Intelligence, Cyber, Special 

Forces, and Military Police.  These capabilities have been in high demand over the past 10 years, and all 

indications suggest they will continue to be in high demand in the future with Security 

Cooperation/Building Partner Capacity potentially moving to the forefront of Department missions.  The 

RC is particularly well suited for these types of missions and capabilities. 

 

Readiness 

Readiness Requirements   

One of my key priorities is to preserve the readiness gains made in the RC.  These gains can be 

sustained by continued use of the RC as a rotational operational force.  Periodic, predictable 

deployments will further enhance the RC‟s capabilities, maintain their readiness over time, add value to 

the Total Force and provide future capability and capacity.    

To meet the full spectrum of DoD missions and maintain RC readiness gains, the RC needs to be 

appropriately resourced as requested in the FY 2012 budget to provide continued access to training 

equipment, facilities, ranges, and to be recapitalized with the same types of equipment and systems that 

reside in the AC. 

 

Individual Member Readiness  

At the most basic level, readiness starts with the service member.  Our personnel receive the 

same individual and basic training as all military members, so we start out on equal footing.  Our 

members also receive effective and efficient skill training matched to their mission.  We are 
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continuously reviewing and adjusting these training requirements in order to make most efficient use of 

our traditional member‟s limited time during monthly unit training assemblies.   Pre-mobilization 

training makes RC individuals and units as ready as any AC unit going into a deployment.  However, 

now that the department depends on RC assets for many missions there is a need to be medically ready 

to serve in any operational capability; whether in an overseas contingency or locally in the homeland.  

Medical and dental readiness levels can be maintained with adequate funding, support, facilities, and 

alternative approaches.   

 

Individual Medical Readiness   

We continue to monitor the Individual Medical Readiness of the National Guard and Reserve to 

ensure availability of ready reserve component members for deployment, as it continues to be a priority 

for the Department.   Additionally, as of the first quarter of FY 2011, the RC has a Fully Medically 

Ready rate of 63%, which is below the DoD goal of 80%.  The lower RC Medically Ready rate is due to 

a significant number of members who are deemed Not Medically Ready (17%) for numerous reasons of 

which disqualifying dental condition is a principal factor.  However, DoD is diligently working to make 

medical and dental services more available to RC members.  Although we still need to improve, as of 

Q1FY11, all Components have met or exceeded the Dental Readiness goal of 75%, which will have a 

positive impact on overall medical readiness.    

We support the Integrated Disability Evaluation System (IDES) to assess the fitness and care of 

wounded RC members ensuring they are appropriately identified and processed in a timely manner. We 

continue to support our RC wounded warriors enabling a swift return to their civilian lives.  
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Reserve Component End Strength  

Meeting Reserve Component end strength objectives is a priority of the Department.  The 

following table depicts the current prescribed and actual end strengths for the Reserve Components.   

The Department‟s Continuum of Service efforts have contributed to the six DoD Reserve Components 

remaining within the variance allowed for their Congressionally-mandated end strength objective.  The 

Services have implemented recruiting, retention, and force shaping policies and programs to achieve end 

strengths for FY 2011.   We appreciate the Congressional support of the FY 2011 end strength levels 

and the legislative initiatives that assist in recruiting and retaining Reserve Component service 

members.  These end strengths will provide the Reserve Components with the forces necessary to meet 

strategic demands while maintaining a dwell consistent with Departmental policy. 

FY 11 Reserve Component End Strength Objectives

Service Objective Actual as of JAN 11

Army National Guard 358,200 363,995

Army Reserve 205,000 205,849

Navy Reserve 65,500 64,677

Marine Corps Reserve 39,600 39,949

Air National Guard 106,700 106,643

Air Force Reserve 71,200 70,359

Total 846,200 851,472

 

Of the end strength figures outlined above, there are service members  in the training pipeline for 

the Reserve Components who are not immediately available for mobilization. 
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Recruit Operational Ready Reserve Strength 

Thus far, for 2011, Reserve recruiting efforts show continued success.  Through January, all Reserve 

Services have met or exceeded both quantity and recruit quality objectives.  Notably, for the third year 

in a row, the Reserve Components exceeded the DoD Benchmark of 90 percent of new recruits being 

High School Diploma Graduates, with 93% of Reserve Component recruits holding that credential. 

  

 Reserve Component Enlisted YTD Accessions (through JAN 2011) 

Quantity Quality 

Reserve 

Enlisted 

Recruiting 

Through 

Jan 

FY 2011 

Goal Accessions  Percent of Goal 

 % High 

School 

Diploma 

Graduate 

(HSDG); 

DoD 

Benchmark > 

90 percent 

% Scoring at / 

above 50th 

Percentile on 

Armed Forces 

Qualification; 

DoD 

Benchmark > 

60 percent 

% Scoring at / 

below 30th 

Percentile on 

Armed Forces 

Qualification; 

DoD Benchmark 

< 4 percent 

ARNG 17,828 18,641 105%  90%  71%  1%  

USAR  9,225 10,149 110%  95%  74%  2%  

USNR  2,581 2,581 100%  97%  79%  0%  

USMCR 3,187 3,672 115%  100%  76%  0%  

ANG  2,198 2,198 100%  90%  82%  0%  

USAFR 3,024 3,038 100%  100%  76%  0%  

DoD 

Total 
38,043 40,279 106%  93%  73%  1%  

It is important that we have a military that reflects the society it defends, both in the enlisted 

ranks and our commissioned officers.  This is particularly important as less than 1 percent of the 

American public serves in uniform.  To that end, we are pleased that some of our most prestigious 

colleges and universities are now re-thinking their previous positions with regard to ROTC programs.  

G 

G G G 

G G G 

G G G 

G 

G G G G 

G G 

G G G G 

G 

G G 
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This will provide more opportunities for college students to think about seeking commissions in the U.S. 

military. 

We continually review our recruiting programs to align funding and policies with current 

realities.  Each of the Services has made significant adjustments to recruiting programs in light of our 

austere fiscal environment, and continues to look for additional cost savings -- but we must be cautious 

and resist the temptation to cut too deeply and too fast.  Stable adequate investments in recruiting 

resources are necessary to maintain long term success.  Although enlistment incentives can be adjusted 

quickly to meet market fluctuations and force management needs, history has shown that the time 

required to redeploy advertising/marketing campaigns and/or qualified recruiters is significant.  I cannot 

emphasize this imperative enough.   

The Montgomery GI Bill - Selected Reserve (MGIB-SR) has been a cornerstone of our military 

recruiting efforts since 1985, and a major contributor to the success of the All-Volunteer Force.  We are 

now in the second year of the new Post-9/11 GI Bill, the most extensive restructuring of post-service 

education benefits since the introduction of the original World War II GI Bill.  The Post-9/11 GI Bill 

appears to enhance our recruiting efforts even more.  We hope that the provision in the new program 

that allows career Service members to transfer their unused GI Bill benefits to immediate family 

members, long requested by both members and their families, will prove widely beneficial.  Although 

full utilization data is not yet complete, early results look favorable.  For example, through FY 2009, the 

VA has received and processed over 578,000 enrollment certifications and 237,000 changes to 

enrollments for Veterans attending school under the Post-9/11 GI Bill.  In 2010, the VA was able to 

increase its daily completions of PGIB enrollment certifications from an average of 1,800 per day during 

October to nearly 7,000 per day.     

As indicated earlier, the benefit may be transferred to the member‟s dependents.   As of April 

2010, a total of 240,888 dependents have been identified for transfer (based on applications submitted 
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by service members) since the program began accepting applications in June 2009.  The potential 

transfer population includes spouses, children, stepchildren, and pre-adoptive children.  As of February 

2011, approximately 181,144 Post 9/11 GI Bill transfer applications submitted by Service members have 

been approved by their respective Service component.      

On January 4, 2011, the President signed the Post-9/11 Veterans Educational Assistance 

Improvements Act of 2010 - providing additional benefit options that include the eligibility of National 

Guard and Reserve members who were inadvertently omitted from the original Bill, vocational and 

other non-college degree training, and living stipends for those enrolled in distance learning programs.  

This makes the Post 9/11 GI bill the most comprehensive educational benefit in our nation's history, 

making it an appropriate benefit for our service men and women supporting the on-going overseas 

contingency operations. 

 

Training and Recruiting the Reserve Component as Part of the Operational Force 

Initial / Individual Training / Skills Training 

The Reserve Components are working with the Services to ensure that training institutions and 

facilities are resourced to meet the needs of the total force, with resident, nonresident or distance 

learning, to include RC personnel.  Much improvement has occurred in this direction, but we will 

continue to monitor implementation until institutionalized.  

 

 

Regional Integrated Training Environment (RITE)  

The Regional Integrated Training Environment concept is a joint initiative that identifies and 

matches Service training requirements to a network of local training facilities and resources.  Still in the 

formative stages, the purpose of the RITE initiative is to help sustain the Total Force readiness posture, 
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and surge capability as determined by Service rotational readiness models while reducing overhead 

training costs.  This is done through innovative management of facilities, existing training assets, 

simulators and Joint Live, Virtual, Constructive capability, pools of shared equipment, and coordination 

through a web-based visibility/scheduling system.  As the concept matures, collaboration will expand 

with key internal and external DoD stakeholders. 

 

Innovative Readiness Training (IRT) 

The IRT Program is an outstanding volunteer training opportunity for our National Guard and 

Reserves.  IRT‟s focus is to provide varied and challenging training opportunities that exercise the 

Mission Essential Task List (METL) requirements of combat support and combat service support units 

and individuals.  Each year new training opportunities are presented by federal, state or local 

government agencies or non-profits to the Services.  Military units are provided METL training in a 

realistic, hands-on setting while providing quality services to underserved communities throughout the 

nation.  Examples of IRT activities include infrastructure development, constructing rural roads and 

runways, small building and warehouse construction; and providing medical and dental care to 

medically underserved communities.  These opportunities result in interoperability and readiness 

training, ensuring our Nation always has a fully capable National Guard and Reserve.  

 

Training and Intelligence 

The Defense Intelligence Agency (DIA) led the Joint Reserve Intelligence Program (JRIP) to 

restructure 398,000 square feet of classified workspace and 4,035 workstations in 28 sites throughout the 

United States.  These sites enable drilling reservists to provide real world operational support to the 

COCOMs, Combat Support Agencies and Service Intelligence Centers, concurrently enabling training to 

be supplanted by real word intelligence support, the highest possible form of training.  In FY 2010, the 
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JRIP averaged over 4,500 people per month using just one of the 28 sites.  COCOM support was further 

enhanced by the infusion of $11M of DIA - man-day funding and $16M of COCOM/Service man-day 

funding for duty at the JRIP sites.  These efforts resulted in even greater savings in reduced travel and 

per diem costs, coupled with improved quality of life for Reserve Component members by serving in 

their local region. 

 

Equipment Procurement, Reset  

Unlike other areas of the Defense budget, there currently is no Reserve-specific appropriation for 

equipment that mirrors the Active force.  The RC relies on the Active procurement account and 

Congressional action in the National Guard and Reserve Equipment Appropriation (NGREA).  Yet it is 

usually difficult to determine how much of the Active procurement appropriation is specifically intended 

for the Reserve components and tracking subsequent execution.  We currently use the Equipment 

Delivery Report to help us follow the money from appropriation to delivery.  At that point the DoD 

Directives should ensure equipment movement between the Reserve and Active are appropriately 

documented.  Full transparency and accountability can only be achieved through a full life cycle, 

enterprise approach to Reserve equipping.  The life cycle includes requirements determination, budget 

requests, appropriation, purchase, and delivery of hundreds of thousands of pieces of equipment.  Plans 

to return borrowed RC equipment are included as key deliverables in this process.  All Services have 

made tremendous strides in coming together to equip the Total Force.   

 

Line Item P-1R 

The P-1R is the Reserve Component allotment of the overall DoD Procurement Program (P-1).  

Congress requires each P-1 budget submitted by the President to Congress to specify amounts requested 

for procurement of equipment for the National Guard and Reserve Components.  However, the P-1R has 
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historically been treated as a non-binding projected subset of the service Procurement Programs.  To 

achieve Congressional and DoD mandated transparency, the Services should develop comprehensive 

and accurate projected funding and equipment quantities in the P-1R and include this as a separate 

budget line in their request.   

 

Resetting 

Currently, funding for reset of equipment returning from theatre for the Guard and Reserve 

comes from a supplemental appropriation.  As we prepare to move away from reliance on these 

supplemental funds, it is important to have a continued source of funding built into the budget for RC 

equipment reset.  It is critical that the Guard & Reserves are able to continue to train on high quality 

equipment for which funds have already been allocated. 

 

Military Construction  

There is a direct correlation between readiness and facilities, particularly in the Reserve 

component.  The move from a Strategic Reserve to an Operational Reserve doesn‟t change the fact that 

we owe our Guard and Reserve members quality facilities in which to work and train.  The combined 

FY 2012 RC Military Construction (MILCON) program request of $1.2B is less than last year‟s request; 

however, it will help alleviate some of their most urgent facility deficiencies.  Despite Congress‟ 

generous RC MILCON appropriations in the past, future fiscal realities suggest that future budgets will 

decline.  Therefore, we must approach future construction with the intent to exploit joint use military 

construction projects as much as possible.  We are currently leading an effort to revise current DoD 

guidance that will facilitate smarter consolidation and joint use of RC facilities. 
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Family and Employer Readiness 

Family 

Prepared and resilient family members are a vital support system for each service member.  Our 

dedicated military men and women require support in a holistic manner.  Support for our service 

members should come from both the Federal and State levels and this support needs to include well-

established family support programs.  Since 9/11, over 802,000 Guard and Reserve members have 

mobilized resulting in America‟s most experienced, best-trained, best-equipped Reserve component 

ever.  To sustain this force, we need continued support for the families of those in uniform, and their 

employers.  We are working aggressively to sustain continued community support from neighbors, 

relatives, churches, local businesses and state-based Federal programs--such as those from Department 

of Labor, Small Business Administration and Veterans Affairs. 

Reserve Affairs is also pleased that the Presidential Report on Strengthening Our Military 

Families highlighted a program for implementing a one-stop resource to handle state-wide military 

family issues using Inter-Service Family Assistance Committees (ISFACs).  These locally-based 

committees work to build community capacity and strengthen networks of support.  DoD has built on 

these grassroots efforts to benefit geographically dispersed Active, Guard, or Reserve service members 

and families utilizing the Yellow Ribbon Reintegration Program (YRRP).  

Throughout a service member‟s continuum of service, YRRP strives to put in place a viable 

support system.  A coordinated network of support with defined processes serves the needs of military 

families in geographic locations closest to where they reside.  The work to strengthen and support 

military families is never complete and DoD continually strives to identify gaps in our support and to 

link appropriate resources from all stakeholders.  It is important to note that Yellow Ribbon 

Reintegration Program is not a “war time only” requirement, but must remain an enduring mission to 

ensure the continued resilience of service members and their families. 
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Employer 

Employer Support of the Guard and Reserve (ESGR) engagement has grown significantly in 

recent years. The vision is, “to develop and promote a culture in which all American employers support 

and value the military service of their employees with ESGR as the principal advocate within DoD.”  

ESGR has a footprint in all 50 States, U.S. Territories, and DC with over 4,700 volunteers assisting 

employers and service members on a daily basis.  In striving to enhance employer support, ESGR relies 

on recognition programs where employers are recognized for outstanding support of Guard and Reserve 

service members and their families.  One example is the Secretary of Defense Employer Support 

Freedom Award, where 15 employers are honored for their outstanding support of Guard and Reserve 

members and their families annually during September at the Reagan Center in Washington, D.C.  In 

this current year 4,049 employers were nominated by service members or their families.  This is an 

increase from the 2,470 that were nominated in FY 10.   With current ongoing global operations, 

combat-related and humanitarian, the support of employers and families has never been more critical to 

our national defense.  The data in the following table shows the improving trend of some of ESGR‟s 

programs and activities over the last three fiscal years: 

ESGR BY THE NUMBERS

Employers Briefed Service Members Briefed Volunteer Hours

FY 08 148,463 341,953 234,081

FY 09 162,489 443,833 232,882

FY 10 164,218 495,774 245,369

USERRA Cases Cases Resolved Average Days to Mediate

FY 08 2,664 1,899 = 71.3% 14.22

FY 09 2,475 1,980 = 80.1% 9.83

FY 10 3,202 2,703 = 84.4% 10.27
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Despite all of the good work already accomplished by ESGR members, I believe more must be 

done.  Formed in 2010, the Family and Employer Programs and Policy (FEPP) office within the Office 

of the Secretary of Defense for Reserve Affairs aligns ESGR, the Yellow Ribbon Reintegration Program 

and Family Support Office under one directorate to ensure we are working together to create synergy 

and realize efficiencies for the service members and families served by YRRP, ESGR and Family 

Programs‟ missions.  In FY 11, ESGR placed additional emphasis on the employment of service 

members and now assists them throughout the entire employment cycle.   

One of the greatest challenges facing our nation is unemployment and underemployment, and 

these related problems are severe for those in the Guard and Reserve, or for those leaving active military 

service.  Whether they are Soldiers, Sailors, Airmen, Coast Guardsmen or Marines completing active 

duty, or members of the Guard and Reserve returning from deployment, many of these great men and 

women return home to an uncertain future because of the challenging job market. 

The promise of a secure job provides service members and their families with stability and peace 

of mind.  The December 2009 Status of Forces Survey of Reserve Component members indicated that 

service members across six of the seven Reserve Components (Coast Guard Reserve not included) self-

reported a 12% unemployment rate. The highest unemployment rate across all components was 22% 

among junior enlisted troops in the rank of E1 - E4.  As this data is self-reported, many of these younger 

troops are likely to be students.  The total number of respondents were 20,238 (from an estimated 

population of 822K) RC service members. 

The current employment challenges led to the implementation of the Employment Initiatives 

Program (EIP).  EIP is now ESGR‟s highest priority and is an outgrowth of ESGR‟s existing outreach 

programs already in place, with a focus on employment.  The overall intent of EIP is to take full 

advantage of all ESGR, Yellow Ribbon, and Family Programs, in partnership with public and private 

entities, to enhance employment opportunities for service members and their families, especially 
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focusing on those completing active duty tours and our Wounded Warriors.  During FY 10, ESGR 

conducted several Pilot Programs to determine the activities and best practices to support the EIP.   

Some examples include but are not limited to:  Job Fairs, Transition Assistance Programs, Strategic 

Partnering at the State and Local levels. 

 The EIP will assist our Citizen Warriors and at the same time it will help those American 

businesses that are looking for employees possessing skill-sets, integrity and vast experience resident in 

the U.S. Military. 

 

Resilience Training & Preparation 

Yellow Ribbon - Understand Psychology of Military Service Family Programs  

The objective of the YRRP is to ensure the readiness and well-being of National Guard and 

Reserve service members and their families by providing dynamic events, information, services, 

referrals, and proactive outreach opportunities throughout the entire deployment cycle. Resiliency is a 

priority of the YRRP mission.  Since its inception in 2008, there has been an ever increasing focus on 

resiliency building and training for the National Guard and Reserve forces.  In response to growing 

awareness regarding the connection between post-traumatic stress (PTS), substance abuse, criminal 

activity or suicide and “bounce back” ability, Reserve Component members and their families are being 

offered training to enhance their resiliency skills.     

As part of the YRRP, services and information that foster resiliency are provided at the pre-

deployment, during deployment, and the 30, 60, 90 day post-deployment events.  The Yellow Ribbon 

Reintegration Program implemented a Cadre of Speakers program, hiring facilitators who specialize in 

resilience training and who are available to YRRP event planners across the country.  These facilitators 

also work with Military and Family Life Counselors and chaplains to provide critical support around 
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resilience issues at YRRP events, ensuring individual assistance is available for each family or service 

member as required.   

Additionally, other sessions and resources focus on marriage and children, substance abuse 

awareness, financial counseling, anger management, employment assistance and Department of 

Veterans Affairs‟ information regarding benefits and medical care eligibility.  To find an event or 

additional resources, an RC member, commander, planner, or family member can access information at 

http://www.yellowribbon.mil/.     

 

Resilience and Suicide Prevention 

Suicide prevention is a very important issue for Reserve Affairs.  The loss of even one life to 

suicide is heartbreaking and has a profound impact on both the unit and the family members left behind.  

As noted by the DoD Task Force on the Prevention of Suicide by Members of the Armed Forces, many 

factors contribute to the military suicide rate.  One factor relates to leadership.  Each Service 

acknowledges the important role those leaders, both Officers and NCOs play in building resiliency 

among those under their command.  In 2010, there were a total of 294 active duty service members 

(including 26 active Reserve) who committed suicide, which is down from 310 in 2009.  However, 

among our non-active National Guard and Reserve, there were an additional 178 suicides in 2010.  For 

the Army National Guard, this was a doubling of their suicide rate from 2009.  The Services, along with 

Reserve Affairs, have taken these rates very seriously and have committed resources to significantly 

reduce this trend.  The National Guard currently has a Director of Psychological Health in each of our 

54 states and territories who acts as the focal point for coordinating the psychological support for Guard 

members and their families.  Additionally, Reserve Affairs has established a Stakeholder Core Group 

whose mission is to address suicide prevention, intervention, post-vention and surveillance issues across 
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all of the RC.  Reserve Affairs has also included training materials on resiliency for Yellow Ribbon 

Reintegration Program events.   

 

DoD Youth Outreach Programs 

STARBASE 

I continue to support the President‟s education agenda through two youth outreach programs in 

order to achieve our national security objectives; the DoD STARBASE and National Guard Youth 

Challenge programs. 

The President has stated that it has never been more important for young Americans to be 

proficient in science and mathematics and he made enhancing the learning of science and math a 

national priority.  The DoD STARBASE program provides elementary and secondary school students 

with real-world applications of science, technology, engineering and math through heuristic learning, 

simulations and experiments.  The strength of the Program lies in the three-way partnership between the 

military, the local communities and the school districts.  Senior military leaders such as Admiral 

Roughead agree that the DoD STARBASE Program is a productive investment in the future of our 

youth, building and enlarging the talented recruits we need. 

 The FY12 budget allows the Program to serve over 65,000 students from approximately 1200 

schools and 350 school districts which includes schools from American Indian communities in 

Mississippi, Oklahoma and South Dakota.  Over 605, 000 youths have attended the program and pre and 

post testing shows a significant improvement in student‟s understanding and interest in math and science 

and in pursuing further education.  Currently, there are 60 DoD STARBASE Program sites on military 

facilities in 34 states, the District of Columbia and Puerto Rico. 
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National Guard Youth Challenge Program 

The President has also addressed the high school dropout crisis.  My staff and I have been 

working with the Office of Management and Budget to challenge states, industries and non-profits to 

invest in intervention programs like the National Guard Youth Challenge Program.  I am also working 

with General McKinley, Chief of the National Guard Bureau, to provide oversight and management of 

the Program by collaborating with Governors to eliminate state resident issues; and to ensure every 

qualified high school dropout has an opportunity to attend the program.  The Challenge program is 

currently operating in 27 states and Puerto Rico.  Its goal is to improve the education, life skills and 

employment potential of America‟s high school dropouts.  We provide quasi-military based training, 

supervised work experience to advance the program‟s core components.  The core components include 

obtaining a high school diploma or equivalent, developing leadership, citizenship, life coping and job 

skills and improving physical fitness, health and hygiene.  Since the program‟s inception over 100,000 

students have successfully graduated from the program.  The average cost per Challenge student is 

approximately $16,000.  The FY12 budget will support increasing annual enrollment and/or start up new 

programs in states that have the fiscal resources to match the cost-share funding requirements and to 

sustain the program‟s viability in states that have budget limitations. 

These two successful DoD youth outreach programs provide the Department a unique connection 

to the American public and working with our most valued resource – our young people.  
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Conclusion 

The National Guard and Reserve continue to be a mission-ready critical element of our National 

Security Strategy.  The requirement for our Reserve components has not, and should not lessen.  Our 

Reserve components must continue their expanded role as an Operational Reserve in all facets of the 

Total Force.  To lose the training, experience and integration of the Reserve components by relegating 

them to a strategic reserve would squander a resource we can‟t afford to waste.  The nation continues to 

call and the Reserve components continue to answer that call.  But in answering that call, we shouldn‟t 

lose sight of the need to balance their commitment to country with their commitment to family and 

civilian employers.  That is why: relieving stress on the force is absolutely essential; utilizing our Guard 

and Reserve as a component of the Total Force is so crucial; and continuing to train and equip the RC to 

maintain our investment and experience is so critical.   Predictability will enable our families to build 

resiliency, as well as foster understanding with our employers.  The path forward will not be easy, but 

together with support of legislative proposals mentioned above we can ensure an operational, trained 

and fully prepared Reserve component.  I have included in the following annexes multi-year (2010-

2012) funding levels and justifications for programs within my jurisdiction and oversight that will 

enable the Reserve Components to achieve these goals.  Thank you very much for this opportunity to 

testify on behalf of our great Guard and Reserve force. 
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ANNEX A 

 

Employer Support of the Guard and Reserve (ESGR): 

The ESGR program develops and promotes a culture in which American employers support and value 

the military service of their employees with ESGR as the principal advocate within DoD.  ESGR does so 

by developing and promoting employer support of the Guard and Reserve service by advocating relevant 

initiatives, recognizing outstanding support, increasing awareness of applicable laws, and resolving 

conflict between employers and service members.  ESGR operates in every state and territory through a 

grass-roots network of over 4,700 volunteers and approximately 200 support staff members.  

  

The ESGR national employer outreach programs increase employer awareness of their rights and 

responsibilities under the Uniformed Services Employment and Reemployment Rights Act (USERRA) 

and emphasize employers‟ important contributions to the defense of the nation through their support of 

their Guard and Reserve employees.  ESGR provides authoritative advice and counsel to the Service 

staffs, Guard and Reserve Component Chiefs, and DoD civilian leadership in the development of 

instructions, policies, and legislation concerning employer relations programs. 

 

ESGR Funding levels: 

 FY 2010  FY 2011  FY 2012   

 $23.2M  $22.6M  $20.4M 

 

Justification for funding level changes:  FY-11 to FY-12 decrease due to efficiencies identified in Zero 

Base Review. 

 

Yellow Ribbon Reintegration Program (YRRP) Headquarters Office: 

The YRRP is a national combat veteran reintegration program that  provides support and outreach to 

National Guard and Reserve members throughout the deployment cycle. The YRRP is an overarching 

program, encompassing all phases of the deployment cycle. However, each of the Service‟s Reserve 

Components, (Army National Guard, Army Reserve, Navy Reserve, Marine Corps Reserve, Air 

National Guard, Air Force Reserve and Coast Guard), currently implement Service specific programs to 

meet the intent and requirement of the legislated program held in each state and territory. DoD is 

working with all Services to create a standardized Yellow Ribbon Program that will combine the best 

practices of each Service to aid members and their Families to the maximum extent possible. The 

Yellow Ribbon Program will provide support services to commanders, Service members, and Families 

as close as possible to the Service member„s residence. 

 

The Under Secretary of Defense for Personnel and Readiness, (USD (P&R)), has oversight of the 

Yellow Ribbon Program. In FY 2011, the Yellow Ribbon Reintegration Program (YRRP) Office has 

transferred to the DHRA for administrative control. 

 

YRRP Funding levels: 

FY 2010  FY 2011  FY 2012 

$12.9M  $24.6M  $26.6M 
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Justification for funding level changes:  Increases due to initial program implementation and inflation.  

Note that YRRP funding decreases to zero in FY 2013; POM reprogramming Issue Paper submitted to 

maintain YRRP as a fully funded program of record.
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ANNEX B 

 

Civil Military Programs 

The DoD Civil Military Programs are managed by the Assistant Secretary of Defense for Reserve 

Affairs and encompass outreach/service programs identified as: 1) the National Guard ChalleNGe 

Program authorized under 32 U.S.C. 509; 2) the DoD Innovative Readiness Training Program 

authorized under 10 U.S.C. 2012; and 3) the DoD STARBASE Program currently authorized under 10 

U.S.C. 2193.  

 

National Guard Youth ChalleNGe Program:  

This program is managed by the Assistant Secretary of Defense, Reserve Affairs, and administered by 

the National Guard Bureau through cooperative agreements with the states. The National Guard Youth 

Challenge Program provides OSD an opportunity to work with state and local governments to engage 

our nation's youth and provide approximately 20 percent of the total annual graduates (2,000 program 

graduates annually) an opportunity to join the military.  

 

The goal of this program is to improve the life skills and employment potential of participants by 

providing military-based training and supervised work experience, together with the core program 

components of assisting participants in attaining a high school diploma or its equivalent, leadership 

development, promoting fellowship and community service, developing life coping skills as well as job 

skills, and improving physical fitness, health and hygiene. The amount of DoD funds provided may not 

exceed 75 percent of the costs of operating a Youth Challenge program. It is currently operating in 27 

states and one territory. The eighteen-month program consists of a 22-week residential phase that 

includes a two-week pre-ChalleNGe phase and a 12-month post-residential phase.  

 

NGYCP Funding Levels 

FY 2010  FY 2011  FY 2012 

$105.7M  $115.0M  $120.0M 

 

Innovative Readiness Training (IRT) Program:  
The IRT is managed by the Assistant Secretary of Defense, Reserve Affairs. IRT contributes directly to 

military readiness and provides outstanding and realistic combat support and combat service support 

training in a multi-service environment for National Guard and Reserve members. It also provides a 

critical link between the military and underserved civilian communities.  

 

This pre and post-deployment readiness training (engineering, health care, diving and transportation) 

provides hands on mission essential training while simultaneously providing renewal of infrastructure 

improvements and health care to underserved communities throughout the United States and in US 

territories. The program provides unique training opportunities that are seldom available under any 

conditions other than combat. Previous projects have included road construction in rural Alaska, health 

care to Native Americans in the Southwest, and for the first time since 1938, Navy and Army divers 

raised a sunken submarine in Providence, Rhode Island.  

 

IRT Funding Levels 

  FY 2010  FY 2011  FY 2012 

  $22.5M  $20.0M  $20.0M 
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DoD STARBASE Program:  
This program is managed by the Assistant Secretary of Defense, Reserve Affairs, and operated by the 

military services. The program is designed to raise the interest and improve knowledge and skills of 

students in kindergarten through twelfth grade in science, technology, engineering and mathematics 

(STEM). The program targets "at risk" (minority and low socio-economic) students and utilizes 

instruction modules specifically designed to meet specific STEM objectives.  

 

The elementary school program is currently designed to reach students at the fifth grade level that are 

underrepresented in the STEM areas of study and careers. Students are engaged through an inquiry-

based curriculum with "hands-on, minds-on" experiential activities. Students apply Newton's laws and 

Bernoulli's principles as they study the wonders of space and the properties of matter.  

Technology and its problem-solving techniques are utilized with computers in experiments, in design of 

all terrain and space vehicles. Math is embedded throughout the curriculum and teamwork and goal 

setting are a constant theme as students work together to explore, explain, elaborate and evaluate 

concepts.  

 

In partnership with local school districts, the middle school and high school program is an afterschool 

STEM mentoring program that combines STEM activities with a relationship-rich, school-based 

environment to provide the missing link for at-risk youth making the transition from elementary to 

middle school, and from middle school to high school. It extends the positive impact of STARBASE 

through a team mentoring approach, which solidifies students' attachment to, and engagement with, 

school. Mentoring clubs are expected to meet no less than four hours per month.  

The DoD STARBASE Program is a productive investment in the future of our youth and will help build 

and enlarge the talent pool of potential workers needed to support the DoD workforce consisting of 

civilian and military personnel. The program currently operates on Air Force, Air National Guard, Air 

Force Reserve, Navy, Navy Reserve, and Marine Corps military installations and facilities at 60 

locations in 34 states, District of Columbia and Puerto Rico. 

 

STARBASE Funding Levels 

  FY 2010  FY 2011  FY 2012 

  $20.6M  $20.0M  $19.0M 

 

 

 

 

 



 

27 

 

 

ANNEX C 

Reserve Component Baseline and Overseas Contingency Operations Funding 

While I do not have jurisdiction over the Reserve Component budget, I do have oversight.  My staff 

monitors and seeks adjustments during the budget formulation process.  These tables represent the RC 

Baseline and OCO funding profiles for FY 2010-FY2012.  
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